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ABSTRACT 
The purpose of this study was to investigate the relationships between 
microaggressions, person-organization fit (P-O fit), job satisfaction, and calling in non-
religious individuals. Established research demonstrates that job satisfaction is predicted 
by P-O fit (Dawis, 2005). Research with minority groups has found that microaggressions 
are negatively related to P-O fit and job satisfaction (Lyons, Velez, Mehta, & Neil, 2014). 
However, research has yet to examine these interactions with a non-religious population. 
Previous investigations have found that calling is positively correlated with both P-O fit 
and job satisfaction (Duffy & Dik, 2013; Duffy, Allan, & Dik, 2011; Hirschi, 2012), 
suggesting the presence of a calling may mitigate the negative effects of 
microaggressions on these variables. It was predicted that P-O fit would mediate the 
relationship between microaggressions and job satisfaction and calling would moderate 
the relationship between microaggressions and P-O fit. To examine these relationships, 
participants were solicited through online communities for non-religious individuals. 
Results revealed that microaggressions predicted job satisfaction while calling predicted 
P-O fit and job satisfaction. Contrary to previous findings, microaggressions were not 
significantly related to P-O fit. Thus, P-O fit did not mediate the relationship between 
microaggressions and job satisfaction. Additionally, calling did not moderate the 
relationship between microaggressions and P-O fit. Post-hoc analyses revealed that 
calling was a significant moderator between microaggressions and job satisfaction. 
Findings expand research on the growing minority of non-religious individuals and 
contribute to the body of research in calling and offer additional guidance to vocational 
counselors working with non-religious individuals. 
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CHAPTER I – LITERATURE REVIEW 
Non-Religious employees’ perceptions of microaggressions and their relationship to job 
satisfaction as moderated by calling 
Across the literature, population growth within the nonreligious community has 
been noted (Cragun, Nielsen, Hammer, & Autz, 2018; PEW Research Center for Religion 
and Public Life, 2014). This trend has inspired interest in understanding the implications 
of a non-religious identity in different contexts (Caldwell-Harris, Wilson, LoTempio, & 
Beit-Hallahmi, 2011; Doane & Elliot, 2015; Galen & Kloet, 2011; Hayward, Krause, 
Ironson, Hill, & Emmons, 2016); yet, few studies have explored the implications of this 
identity within the workplace. Instead, research regarding workplace religious identity 
focuses on non-secular experiences. For example, calling is a concept that has become 
popular in vocational research that focuses on the experiences of religious individuals. 
Previous studies on calling have examined religious characteristics of participants such as 
church attendance and spiritual well-being (Dik, Eldridge, Steger, & Duffy, 2012; Hall, 
Burkholder, & Sterner, 2013; Hovarth, 2015). However, results have yet to provide 
insight on strictly non-religious groups. The recent population growth of this minority 
group highlights the importance of expanding the literature involving calling and job 
satisfaction to include their experiences.  
The current study makes important contributions to the literature. First, the 
examination of the effect of presence of and search for calling on job satisfaction in non-
religious groups could aid in career counseling strategies for this growing minority group. 
Secondly, understanding how calling might mitigate microaggressions against non-
religious groups at work could add to the body of research regarding calling and other 
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minorities to identify potential mechanisms for improving the work lives of minority 
groups. Therefore, the aim of this study is to examine the relationships between 
microaggressions against non-religious individuals at work, calling, and job satisfaction. 
Microaggressions 
 Microaggressions have been described as intentional or unintentional brief slights 
that can be verbal, behavioral, or environmental that demonstrate hostility toward 
targeted groups or individuals (Nadal, 2011; Nadal, Davidoff, Davis, Wong, Marshall, & 
Mckenzie, 2015). Because of their commonplace nature, research in microaggressions 
often focuses on their prevalence within the workplace (Baseford, Offerman, & Behrend, 
2014; Holder, Jackson, & Ponterotto, 2015; Nadal, Wong, Griffin, Davidoff, Sriken, 
2014). Like the effects of discrimination, microaggressions can be harmful to the well-
being and job satisfaction of the targeted individuals (Lewis, Derlega, Griffin, & 
Krowinski, 2003; Nadal, Griffin, Wong, Hamit, & Rasmus, 2014; Nadal, Wong, Griffin, 
Davidoff, & Sriken, 2014; Salvatore & Shelton, 2007). There is little research regarding 
workplace microaggressions against non-religious groups. The Theory of Work 
Adjustment, a prevalent framework for predicting individuals’ job satisfaction, offers 
some hypotheses on how microaggressions against non-religious individuals may affect 
their perceptions of fit with their organization and job satisfaction. 
Theory of Work Adjustment. Known as a person-environment fit theory, the 
Theory of Work Adjustment (TWA) describes that job satisfaction (Dawis, 2005) is a 
result of the fit between an individual’s needs and values and those needs reinforced in 
the work environment. These needs and values vary across employees based on personal 
priorities. Reinforcement of different workers’ needs is also variable across work 
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environments. This fit between worker and his/her organization, described by TWA, has 
also been termed, person-organization fit (P-O fit). However, multiple types of fit are 
described across the literature that vary based on the specific aspect of the environment 
being compared, such as the work group (person-group fit), supervisor (person-supervisor 
fit) or job (person-job fit; Greguras & Diefendorff, 2009). In particular, TWA assumes 
that P-O fit is sensitive to the interaction between individual differences in values for 
employees and differences in values for the organization as a whole whereas other 
indices of fit are less sensitive to the individual differences that may be affected by 
microaggressions. Job satisfaction, then is how well the employee’s social, personal, and 
environmental needs are met as predicted by P-O fit (Dawis, 2005). Thus, those who 
have high P-O fit are predicted to have higher job satisfaction than those with low P-O fit 
(Dawis, 2005). This relationship has been supported across a number of studies. A meta-
analysis of the research indicates a moderate positive correlation between P-O fit and job 
satisfaction (e.g., r = .45; Kristof-Brown, Zimmerman, & Johnson, 2005). 
Discussed within the broader aspects of the TWA, P-O fit is assumed to vary 
widely across individuals given that values are subjective and highly variable across 
individual workers (Dawis, 2005; Resick, Baltes, Shantz, 2007). For example, research 
has found that work values, as the basis of P-O fit, are related to personality and interests 
(Bilsky & Schwartz, 1994; Leuty & Hansen, 2011) and can vary across birth cohort 
(Twenge, 2010). Moreover, Judge and Kristof-Brown (2004) discuss that P-O fit and 
personality are intertwined as individuals tend to seek out environments consistent with 
their personality thus resulting in higher perceptions of P-O fit. Therefore, P-O fit can be 
assumed to be affected by a number of individual differences.  
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Given these individual antecedents to P-O fit, such as personality and values, it is 
not surprising that TWA is a common framework used to study work experiences of 
individuals from minority groups (Lovelace & Rosen, 1996; Lyons & O’Brien, 2006; 
Lyons, et al., 2014). In a number of studies, this research has found that P-O fit is highly 
positively associated with supportive workplace climates for minorities while experiences 
of workplace discrimination or unwelcoming climates relates to reduced perceptions of 
P-O fit and lowered job satisfaction for minorities (Lyons et al., 2014; Martinez et al., 
2017; Velez & Moraldi, 2012). Previous research comparing racial minorities’ 
perceptions of P-O fit with those from majority racial groups perceptions revealed that 
perceptions of fit vary based on group membership (Lovelace & Rosen, 1996). In 
economically distressed African Americans, increased P-O fit was associated with 
increased positive perceptions of racial climate at the workplace and P-O fit was 
significantly positively related to an increase in job satisfaction (Lyons et al., 2014).  
Additionally, there have been several studies conducted with members of the 
LGBT community (Allan, Tebbe, Duffy, & Autin, 2014; Martinez, Sawyer, 
Thoroughgood, Ruggs, & Smith, 2017; Sears & Mallory, 2011; Velez & Moradi, 2012), 
which may provide hypotheses about the experiences of non-religious individuals as both 
groups have the ability to hide their religious and sexual identities while at work. Similar 
to other minorities, research in workplace microaggressions or discrimination against 
LGBT individuals has revealed a distinct negative relationship between P-O fit and 
microaggressions such that, when LGBT values (i.e., supportive work climates) are not 
met, perceptions of P-O fit decrease (Lyons, et al., 2014; Velez & Moradi, 2012). For 
instance, among LGB individuals, high workplace heterosexist discrimination related to 
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low P-O fit, which related to lowered job satisfaction while climates supportive of LGB 
individuals, lead to higher perceptions of P-O fit and higher reported job satisfaction 
(Velez & Moraldi, 2012). In a sample of transgender individuals, co-worker acceptance 
of chosen gender identity mediated negative relationships between extent of gender 
transition and job satisfaction, P-O fit, and lower perceived discrimination (Martinez et 
al., 2016).  
This research illustrates a strong relationship between P-O fit and job satisfaction 
reflecting the relationship described by the TWA in minority populations. However, P-O 
fit can be negatively affected by the microaggressions commonly experienced by these 
populations in the workplace. When individuals experience microaggressions, their social 
and personal needs of acceptance are not being reinforced by the environment, thus 
affecting their P-O fit and job satisfaction. Thus, consistent with TWA, it can be expected 
that microaggressions against non-religious individuals at work would negatively relate 
to job satisfaction, as well as this relationship being mediated by P-O fit. Yet, minority 
groups may still experience high levels of job satisfaction due to factors other than P-O 
fit, such as calling, which relate to job satisfaction. Several studies have found that 
calling and job satisfaction are highly positively correlated (Allan, Tebbe, Duffy, & 
Autin, 2015; Duffy, Blake, Allan, Autin, & Douglas, 2014; Duffy, Bott, Allan, Torrey, & 
Dik, 2012; Neubert & Halbesleben, 2015). 
Calling 
 The concept of calling has become a popular topic in vocational research in recent 
years. Calling is generally characterized by an individual’s drive to connect their work to 
meaningfulness derived from external sources (Dik & Duffy, 2009). A more detailed 
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conceptualization of calling by Dik and Duffy (2009) proposes that calling is defined by 
three components: external summons, meaning/purpose, and prosocial motivation. 
External summons (ES) occurs when individuals feel compelled by something greater 
than themselves to pursue a specific career. When an individuals’ career decision was 
meaning/purpose (MP) driven, they chose a career that aligned with their sense of 
purpose in life. Prosocial motivation-based calling (PM) occurs when an individual feels 
an obligation to help others in their career. (Dik & Duffy, 2009; Duffy & Dik; 2013; Dik, 
Steger, Eldridge, & Duffy, 2012). 
 Investigation into the contribution of having or striving for a calling has suggested 
that calling may serve to enhance both one’s career and individual well-being. This 
relationship has been demonstrated across multiple samples in the literature described by 
Duffy and Dik (2013). Research with student populations has revealed a positive 
correlation between calling and life meaning/satisfaction (Duffy, Allan, & Bott, 2012; 
Duffy & Sedlacek, 2010; Steger, Pickering, Shin, & Dik, 2010). Research with adult 
populations has yielded similar results but found stronger relationships between calling 
and life satisfaction than have been found in college student samples (Davidson & 
Caddell, 1994; Wrzesniewski, McCauley, Rozin, & Schwartz, 1997). Work variables 
positively associated with calling include organizational and career commitment, work 
engagement, and person-job fit (Duffy & Dik, 2013; Duffy, Allan, & Dik, 2011; Hirschi, 
2012).  In sum, these findings demonstrate potentially positive effects in both work and 
life of having a calling. 
 Originally, the concept of calling had a religious connotation. The historic 
definition assigned spiritual significance to occupations held by those who felt ‘called’ 
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specifically by a higher power (Dik & Duffy, 2009). Modern definitions place much 
more focus on the needs and values of the individual; however, much of calling research 
continues to explore the importance of religion or spirituality in career decision-making 
(Dik & Duffy, 2009; Dik et al., 2012; Duffy, Allan, & Bott, 2011; Hall, Burkholder, & 
Sterner, 2014; Hovarth, 2015). Studies examining calling have compared groups of those 
with high religious importance to those with low religious importance and usually find 
that calling is significantly higher for those with high religious importance. For example, 
it was found that those who attended religious services on a regular basis had higher 
levels of calling than those with low attendance (Dik et al., 2014). Further research 
indicated that this was also true for the specific facets of calling (ES, MP, PM; Ponton, 
Brown, McDonnell, Clark, & Pepe, 2014).  
More detailed explorations of religiousness and calling have illuminated a 
complicated relationship with attitudes and behavioral outcomes. Despite having higher 
levels of calling, those with high religiousness have less job involvement and work fewer 
hours (Hovarth, 2015). When comparing undergraduate students with high and low 
religiousness, it was found that religiousness did not moderate an established relationship 
between calling and life satisfaction (Duffy, Allan, & Bott, 2011). Among graduate 
students in counseling psychology, when existential and spiritual well-being was 
compared, having high existential well-being was a better predictor of having a sense of 
calling than spiritual well-being (Hall, Burkholder, & Sterner, 2014). These findings 
indicate that those with high levels of religiousness generally report having a calling 
more so than those with low levels of religiousness, and higher calling correlates with 
positive outcomes regarding job satisfaction. Calling may have similar benefits for those 
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with low levels of religiousness; however, there has been limited research conducted to 
examine the effect of having a calling among individuals identifying as non-religious 
specifically.  
The Current Study and Hypotheses 
 In sum, the TWA posits there is a positive relationship between P-O fit and job 
satisfaction for employees (Dawis, 2007). Yet, research on microaggressions, has found 
that microaggressions have a significantly negative relationship to P-O fit leading to 
lowered job satisfaction within minority groups (Lyons et al., 2014; Velez & Moradi, 
2012). Given that non-religious individuals experience microaggressions similar to other 
minority groups (Doane & Elliot, 2015; Hunter, 2001; Strosser, Jonason, Lawson, Reid, 
& Vittum-Jones, 2016), it is likely that a similar relationship between microaggressions 
and P-O fit exists for these individuals, such that it can be expected that increased 
microaggressions should be related to decreased P-O fit and lowered job satisfaction. 
Moreover, calling appears to be positively related to P-O fit and job satisfaction (Duffy & 
Dik, 2013; Duffy, Allan, & Dik, 2011; Hirschi, 2012). Studies comparing religious and 
non-religious individuals’ calling have yielded mixed results and very few have 
examined non-religious individuals alone (Dik & Duffy, 2009; Dik et al., 2012; Duffy, 
Allan, & Bott, 2011; Hall, Burkholder, & Sterner, 2014; Hovarth, 2015). Exploring 
interactions between calling and microaggressions and their relation to job satisfaction 
for non-religious workers will simultaneously expand research on calling and those 
identifying as non-religious. Furthermore, results of this study may help inform 
vocational counseling for the growing number of non-religious individuals.   
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Taking previous literature into consideration, the following predictions about the 
relations between microaggressions, P-O fit, calling, and job satisfaction were made as 
depicted in Figure 1. 
1. Microaggressions and P-O fit will be significant predictors of job satisfaction. 
a. Higher microaggressions will predict decreased job satisfaction 
b. Higher P-O fit will predict increased job satisfaction 
2. P-O fit will mediate the relationship between microaggressions and job 
satisfaction.  
3. Calling will be positively correlated with P-O fit and with job satisfaction. 
4. Calling will moderate the relationship between microaggressions and P-O fit in 
the workplace. 
a. Higher presence of a calling will decrease strength of the relationship 
between microaggressions and P-O fit.   
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CHAPTER II – METHODS 
Participants  
Following data cleaning (described below) a total of 296 valid cases were 
identified. Participants’ age ranged from 18 to 67 years (M = 33.97, SD = 9.23) with 
49.8% identifying as male and 50.2% identifying as female. Approximately 84.4% of 
participants identified as White/Caucasian, 5.4% Hispanic/Latino, 4.4% 
Multicultural/Multiracial, 2% Other, 1.7% Asian American, 1% Black/African American, 
and .7% Pacific Islander. Of respondents, 19.2% reported residing outside the US. Most 
respondents (69.4%) had received a bachelor’s degree or above. The self-reported 
religious identity questionnaire indicated that 71% of individuals identified at Atheist, 
17.8% identified as Agnostic, and 11.1% identified as spiritual non-religious with most 
individuals supporting the accuracy of these labels with their identity (M = 8.8, SD = 
1.78). Most individuals (59.6%) indicated that they never participate in religious 
activities and 88.9% of individuals participate less than one time per month. Most 
participants (42.4%) indicated that only one or two of their coworkers knew about their 
non-religious identity. 
Measures 
Self-identified non-religious label. Similar to the approach taken by other researchers 
(Galen & Kloet, 2011; Hayward, Krause, Ironson, Hill, & Emmons, 2016; Keller, Bullik, 
Klein, & Swanson, 2018; Sherkat, 2008), a categorical question designed to assess the 
participant’s non-religious orientation was used. Options provided for this question 
included Atheist, Agnostic, and Spiritual non-religious (Appendix B). 
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Calling Vocation Questionnaire (CVQ). The Calling Vocation Questionnaire (CVQ) is a 
24-item likert-style questionnaire developed by Dik, Eldridge, Steger, and Duffy (2012) 
for the purpose of measuring presence (i.e., currently working within the field to which 
they have been ‘called’) of and search for calling (i.e., actively seeking or pursuing a field 
or career to which they will feel ‘called’). These domains are further subdivided into 
three subcategories defined by the participant’s origin of his/her sense of calling. These 
include transcendent summons (TS; feeling ‘called’ by something greater than oneself), 
prosocial motivation (PM; feeling an obligation to those around them), and purposeful 
work (PW; providing meaning to the work role; Dik et al., 2012). Participants were asked 
to either agree or disagree with the statements in the measure on a 4-point scale (1 = Not 
at all true of me, 4 = Absolutely true of me). Sample items include “I see my career as a 
path to purpose in life” and “I am trying to build a career that benefits society” (Appendix 
C; Dik et al., 2012). Since its development, the measure has been reliably used in 
previous studies to measure calling (Duffy, Allan, & Bott, 2012; Hovarth, 2015; Ponton, 
Brown, McDonnell, Clark, & Pepe, 2014). Internal consistencies for CVQ subscales are 
high, ranging from .83 to .93 in adult samples (Dik et al., 2012). The Cronbach’s alphas 
among the three CVQ subscales was acceptable for the current study (PW = .87, PM = 
.84, TS = .65), and are listed in Table 1 with the reliabilities for each measure for this 
sample. 
Microaggressions Against Non-religious Individuals Survey (MANRIS). The 
Microaggressions Against Non-religious Individuals Survey (MANRIS) was developed 
by Cheng, Pagano, and Shariff (2018) for the purpose of measuring the different types of 
microaggressions experienced by non-religious individuals. The measure is separated into 
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five categories each containing items that pertain to a different common 
microaggressions experienced by non-religious individuals. These categories are 
assumptions of inferiority, denial of religious prejudice, assumptions of religiosity, 
endorsing non-religious stereotypes, and pathology of non-religious identity. The 
measure has 31 items answered using a 5-point scale (1 = Never, 5 = 10 or more times) to 
indicate the frequency a specific microaggression has occurred. Sample items include 
“Others have assumed I am untrustworthy because of my lack of religion” and “Others 
have assumed that all people in my non-religious group are all the same” (Appendix D; 
Cheng et al., 2018). Due to the recent publication of this measure, research using the 
MANRIS is limited; however, items were developed by consulting with those with 
expertise on microaggressions. Additionally, there is evidence for convergent validity 
between the MANRIS and other measures of non-religious discrimination (Cheng et al., 
2018). Internal consistency estimates have been high, including a Cronbach’s alpha of .97 
in adult populations (Cheng et al., 2018). Cronbach’s alpha for the current sample was 
high (α = .98).  
Job Satisfaction. Job satisfaction was assessed using five items taken from a larger 
measure of job satisfaction (Brayfield & Rothe, 1951). This shortened measure has been 
used in several studies examining job satisfaction in recent years and has shown evidence 
for strong reliability and validity (Duffy, Bott, Torrey, Allan, & Dik, 2012; Duffy, Bott, 
Torrey, & Webster, 2013; Judge, Locke, Durhanm, & Kluger, 1998). The measure 
requires participants to rate their agreement with each statement on a 10-point Likert 
scale (1 = strongly disagree, 10 = strongly agree). Sample items include, “each day of 
work seems like it will never end” and “I find real enjoyment in my work” (Judge, et al., 
 13 
1998). Validation studies on this measure have documented strong internal consistency (α 
= .88) in working adult samples (Duffy et al., 2012; Judge, et al., 1998), as was found in 
the current sample (α = .91).  
Person-Organization Fit (P-O fit). P-O fit was measured using Saks and Ashforth’s 
(1997) measure of P-O fit. This subscale has been used in previous research examining 
perceptions of P-O fit (Resick, Baltes, & Walker Shantz, 2007; Velez & Moraldi, 2012). 
The measure requires participants to rate their agreement with the provided statements 
using a 5-point Likert scale (1 = to a very little extend, 5 = to very large extent). Sample 
items include “to what extent are the values of the organization similar to your own 
values” and “to what extent does the organization fulfill your needs” (Appendix F; Saks 
& Ashforth, 1997). This measure has demonstrated strong internal consistency (α = .94) 
across previous studies with employed adults (Resick et al., 2007; Velez & Moraldi, 
2012). Evidence of construct validity has been demonstrated by confirmatory factor 
analysis where items highly loaded to the P-O fit scale. Convergent and discriminant 
validity were supported given correlations between the P-O fit scale and a one-item 
assessment of P-O fit (r = .81) and a measure of Person-job fit (r = .52; Saks & Ashforth, 
1997). The Cronbach’s alpha for the current sample was .92. 
Procedures 
Because this study focused specifically on non-religious individuals, participants 
were gathered from popular non-religious internet communities (i.e Facebook and 
Reddit). After IRB approval for this study was obtained, a link to the questionnaires, 
hosted on Qualtrics, was posted to a thread requesting participants for a research study 
interested in understanding experiences of non-religious individuals in the workplace.  
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Participants were required to identify as non-religious, be currently employed, and be 
above 18 years of age to be included in this study. Once consent was given and 
participants indicated that they meet the inclusion criteria, participants were asked to 
provide demographic information including age, sex, annual income, education, marital 
status, and employment status including hours worked, occupation, and tenure in addition 
to the information that was gathered from the questionnaires (Appendix A - E) which 
were presented in a randomized order. However, in order to control for any potential 
distress caused by recalling microaggressions affecting responses to other items (e.g., P-
O fit, job satisfaction), participants were given the MANRIS last (Appendix F). 
Following the completion of these questionnaires, participants were thanked for their 
time and participation in the study. 
Data cleaning was performed to remove all invalid and incomplete cases from the 
dataset prior to analyses. All cases that responded incorrectly to one or more of the three 
imbedded validity checks were removed from the study (n = 29). Cases (n = 85) that did 
not have all essential assessments (demographics, job sat, P-O fit, CVQ, and MANRIS) 
completed or were missing greater than 25% of item responses were removed from the 
data. Four missing data points across the measures were replaced by imputation using 
linear trend at point. Following this, appropriate items were reverse-scored and total 
scores for each measure were calculated. All cases with religious-identifying individuals 
were filtered from the data (n = 17).  
A multiple regression analysis was conducted to test assumptions and diagnostics of the 
data. Microaggressions and P-O fit variables were centered prior to this analysis. There 
was no violation of multicollinearity. There was no violation of linearity or 
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homoscedasticity and skewness (-1.47) and kurtosis (1.22) were acceptable indicating no 
violation of normality of errors. Following this, data were examined to reveal any 
possible outliers. This process revealed one outlier which was removed prior to the 
multiple regression analysis. 
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CHAPTER III - RESULTS 
Analyses for all hypotheses were analyzed using IBM SPSS statistics (version 25; 
IBM Corp., 2017) and Andrew Hayes’ (2003) PROCESS (v3.3) macro for SPSS. The 
first hypothesis was tested using a multiple regression analysis. The first hypothesis 
predicted that microaggressions would be significantly negatively related to job 
satisfaction and that P-O fit would be significantly positively related to job satisfaction. 
The results of this analysis supported these predictions. P-O fit and microaggressions 
together accounted for 46.3% of the variance in job satisfaction [F(2, 293) = 126.17, p < 
.001]. Results supported that microaggressions (B = -.036) were negatively related to job 
satisfaction, while P-O fit (B = 7.12) was positively related.   
The second hypothesis was tested using Andrew Hayes’ (2003) PROCESS v(3.3) 
macro for SPSS. Hypothesis 2 predicted that P-O fit would mediate the relationship 
between microaggressions and job satisfaction. The analysis did not support this 
hypothesis. Specifically, results indicated that microaggressions were a significant 
predictor for job satisfaction [b = -.0514), t(294) = -2.37, p < .05], but not a significant 
predictor of P-O fit [b = -.002, t(294) = -1.025, p > .05]. Without a significant 
relationship between microaggressions and P-O fit, no further examination of possible 
mediation was conducted.  
The third hypothesis predicted calling would be significantly correlated with P-O 
fit and job satisfaction. It was found that presence of calling was significantly related to 
both P-O fit (r = .220) and job satisfaction (r = .199). Further analysis on the components 
of calling (transcendent summons, prosocial motivation, purposeful work), found P-O fit 
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and job satisfaction were significantly related to prosocial motivation (r = .165, r = .168, 
respectively) and purposeful work (r = .231, r = .190) but not for transcendent summons 
(r = .086, r = .106). See Table 1 for all correlations. 
The fourth hypothesis predicted that presence of calling would moderate the 
relationship between microaggressions and P-O fit. A centered variable was created for 
presence of calling and an interaction term was created using this centered variable and 
the centered variable for microaggressions. The centered variables were entered into a 
regression on the first step, and the interaction term was entered on the second. Results 
revealed that the proposed moderation model was not significant. Specifically, while 
microaggressions (B = -.003) and presence of calling (B = .03) were significant predictors 
of job satisfaction, [R2 = .047, F(2, 293) = 7.204, p < .001], the interaction term was not a 
significant predictor [ΔR2 = .001, B = .00, t(3, 292) = .402, ns]. 
Post-hoc analyses 
While calling did not moderate the relationship between MANRIS scores and P-O 
fit, a post-hoc analysis was performed in order to test presence of calling as a moderator 
for the relationship between microaggressions and job satisfaction. Results revealed that 
this moderation was significant. Specifically, microaggressions (B = -.06) and presence of 
calling (B = .27) were significant predictors of job satisfaction [R2 = .06, F(2, 293) = 
9.311, p < .001]. Additionally, the interaction term was a significant predictor for job 
satisfaction [ΔR2 = .02, B = .01, ΔF(1, 292) = 6.45, p < .05]. The interaction was probed 
to identify significant slopes (Figure 2). Results revealed that microaggressions were 
significantly related to job satisfaction when non-religious individuals reported low 
calling (-1 SD) and average calling. However, the relationship between microaggressions 
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and job satisfaction was not significant at high levels of calling (+ 1 SD). In other words, 
when calling was high, the negative association between microaggressions and job 
satisfaction was not significant.
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CHAPTER IV – DISCUSSION 
The purpose of this study was to examine the relationship between workplace 
microaggressions and career outcomes for non-religious individuals. Similar to previous 
research, and consistent with the Theory of Work Adjustment, results demonstrated that 
microaggressions and P-O fit were significant predictors of job satisfaction; however, 
there was not a significant relationship between microaggressions and P-O fit. Thus, P-O 
fit was not examined as a mediator of the relationship between microaggressions and job 
satisfaction, as hypothesized. Additionally, results revealed that presence of calling did 
not change the non-significant relationship between P-O fit and microaggressions; 
however, post hoc analyses indicated that presence of calling significantly moderated the 
relationship between microaggressions and job satisfaction. Correlation analyses revealed 
significant relationships between some components of calling (e.g. prosocial motivation 
and purposeful work) but not others (e.g. transcendent summons; Table 1). 
Results of the first hypothesis reflect what has been found in previous literature, 
such that individuals experiencing more microaggressions are more likely to report lower 
job satisfaction (Lewis et al., 2003; Nadal, Griffith, et al., 2014; Nadal, Wong, et al., 
2014; Salvatore & Shelton, 2007) and those with high P-O fit are more likely to have 
high job satisfaction (Dawis, 2005; Kristof-Brown et al., 2005). Thus, these data extend 
this literature to include these relationships regarding microaggressions pertaining to 
one’s non-religious identity. 
However, the results regarding the relationship between P-O fit and 
microaggressions is inconsistent with previous research on other marginalized 
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populations. Previous examinations of microaggressions have indicated a relationship 
between microaggressions and fit such that high self-reported microaggressions predict 
low self-reported P-O fit in minority groups (Lyons, et al., 2014; Velez & Moradi, 2012). 
These findings may be explained by the difference in populations. Lyons et al. (2014) 
examined workplace microaggressions amongst an African American population and 
Velez and Moradi’s (2012) research examined the workplace experiences of LGB 
individuals, both finding that microaggressions toward these identities related to reduced 
perceptions of P-O fit. It was hypothesized that these findings would be reflected in 
research with non-religious individuals; however, results indicated that microaggressions 
did not predict P-O fit in this sample. This difference indicates a discrepancy between 
LGB and African American populations and non-religious populations’ interpretation of 
microaggressions. It may be that these identities related to ethnicity or sexual orientation 
are more closely held than a non-religious identity, and more apt to affect other attitudes 
when denigrated. Alternatively, it may be that fit with the organization is less affected by 
non-religious microaggressions, as fit with one’s organization overall is not the only 
aspect of the work environment that can be affected by microaggressions. Person-group 
fit and person-job fit (Greguras & Diefendorff, 2009) are additional aspects of the work 
environment that were not explored by the current research. Unlike P-O fit, these narrow 
aspects of fit may be affected by microaggressions in non-religious individuals. For non-
religious groups, increased microaggressions may be interpreted as being a product of the 
values of those with whom they work (e.g. person-group and person-job fit) as opposed 
to the organization as a whole. Meanwhile, other minority groups may view 
microaggressions as being indicative of the values of the organization as a whole (e.g. P-
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O fit). Research examining the relationship between these narrower types of fit and 
microaggressions in minority groups is lacking; however, identifying these relationships 
may help researchers understand differences between minority groups’ interpretation of 
microaggressions in the workplace.   
The third hypothesis predicted that calling would be positively correlated with job 
satisfaction and with P-O fit. In line with previous research, results revealed that calling 
is significantly related to P-O fit and job satisfaction (Duffy & Dik, 2013; Duffy, Allan, 
& Dik, 2011; Hirschi, 2012). However, additional analyses revealed that not all 
components of calling (transcendent summons, prosocial motivation, purposeful work) 
are significant predictors of job satisfaction or P-O fit for non-religious individuals. 
Specifically, transcendent summons is not significantly related to job satisfaction or P-O 
fit while purposeful work and prosocial motivation are significantly related. This finding 
may be due to the non-religious identity of the sample. The majority of individuals in this 
sample do not believe in God or gods, a concept that is evoked with the questions 
associated with transcendent summons on the CVQ. For example, “I was drawn by 
something beyond myself to pursue my current line of work” may be interpreted by this 
specific group as having to do with God or gods which may make them less likely to 
endorse this type of question. Thus, while calling as a whole is significantly related to job 
satisfaction and P-O fit for non-religious groups, transcendent summons is not a 
necessary component. Future research could benefit from further exploration of 
transcendent summons’ relationship with other work outcomes in non-religious groups to 
identify the utility of the construct when working with non-religious individuals. 
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Finally, it was predicted that calling would moderate the relationship between 
microaggressions and P-O fit such that those with high calling would express higher 
levels of P-O fit despite the level of perceived microaggressions. In this model, calling 
was a significant predictor of P-O fit but microaggressions were not. These findings 
indicate that the presence of calling has no effect on the relationship between 
microaggressions and P-O fit. Comparing this finding with similar models using other 
indices of person-environment fit (e.g. person-group and person-job fit) may explain the 
insignificant moderating effect. For example, when using these other types of fit, a 
significant relationship between fit and microaggressions may be found and significantly 
moderated by calling. Similar to the discussion of the third hypothesis, non-religious 
individuals may be more likely to endorse P-O fit despite microaggressions because they 
are more likely to attribute these actions to the individuals with whom they work or their 
work values rather than the organization as a whole. Person-group and person-job fit 
capture these aspects of work. Thus, unlike P-O fit, person-group or person-job fit may 
be more sensitive to the effect of microaggressions because they are rooted in one’s 
perceptions of their fit with  their colleagues’ values or the specific job which may be 
more sensitive to the effects of microaggressions than broader perceptions of fitting with 
one’s organization. Thus, examining more narrow aspects of fit may have changed the 
results of this moderation analysis. Further, significant relationships between 
microaggressions and work-related outcomes should be examined using each component 
of calling, such as search for calling and presence of calling or transcendent summons 
and prosocial motivation. Comparing the moderating effect of the different types of 
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calling may offer further explanation for these findings and for the utility of calling as a 
whole for non-religious minority groups. 
Given the lack of research on calling in non-religious samples, post-hoc analyses 
were conducted to explore the moderating effect of calling on the relationship between 
microaggressions and job satisfaction. Results revealed that calling and microaggressions 
as well as the interaction term were all significant predictors of job satisfaction. This 
indicates that calling has a significant effect on the relationship between 
microaggressions and job satisfaction such that, when experiencing high levels of 
microaggressions, those with low and moderate calling have significantly lower job 
satisfaction than those with high calling. In other words, not only is calling present in 
non-religious individuals, but its presence buffers the negative effect of microaggressions 
on job satisfaction. Previous research that has examined the connection between calling 
and work variables have found similar trends. For example, Creed, Rogers, Praskova, and 
Searle (2014) found that calling had a protective effect for medical students dealing with 
high levels of stress such that those reporting a calling were less likely to experience 
burnout despite high academic demands. They attributed this finding to calling’s 
relationship with well-being and concluded that this increase in well-being may help 
individuals navigate the daily stressors associated with medical school (Creed et al., 
2014).  For non-religious individuals who experience moderate and high calling, 
microaggressions are less likely to decrease the satisfaction they derive from their work. 
Limitations  
The current research and implications therein should be interpreted while 
acknowledging limitations associated with data collection procedures. Participants used 
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for this study were recruited from online forums. While the specific forums used to 
gather participants were created specifically for non-religious individuals, they are open 
to anyone. This means that there is a possibility that those who took the survey may not 
have been honest about their identity or experiences. Participant feedback indicated that, 
though they may experience microaggressions from their family or loved ones on a 
regular basis, they rarely experience these types interactions with their coworkers. Many 
respondents posted comments to the thread beneath the survey explaining that the 
experience of microaggressions within the workplace based on religious identity is rare 
because religion is not a commonly appropriate workplace topic. Based on this 
qualitative information, the measure of microaggressions may be susceptible to floor 
effects and results of this measure should be interpreted with caution. Additionally, the 
goal of this research was to examine the effect of marginalized groups with non-religious 
identities including atheists, agnostics, and spiritual non-religious; however, other niche 
identities exist (i.e. Satanists, Pastafarians, Humanists, etc.). These groups were solicited 
for this study, but specific religious demographic categories were not provided. Research 
examining differences between specific groups within the non-religious identity such as 
these is limited. Future research with non-religious populations may benefit from 
exploring a wider variety of secular identities. Additionally, individuals who identify as 
religious but are non-Christian often face microaggressions due to their status as a 
religious minority (Nadal, et al., 2015; Nadal, Griffin, Hamit, Leon, Tobio, & Rivera, 
2012; Nadal, Issa, Griffin, Hamit, & Lyons, 2010). The present research focused on 
identifying the effect of workplace microaggressions within non-religious individuals; 
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however, future research should examine the effect of microaggressions and calling with 
non-Christian religious minorities. 
Implications 
Due to the recent growth of the non-religious community, it has become more 
important to understand this population, yet few studies have been designed to examine 
and understand the experiences of this group especially within the workplace. Previous 
studies have examined the effect of calling in employees and student populations (Dik et 
al., 2012; Duffy, Allan, & Bott, 2011; Hall, Burkholder, & Sterner, 2014; Hovarth, 2015) 
yet very little research has examined the effects of calling in minority groups. Allan et al. 
(2014) examined variables similar to those used in the current study with a population of 
LGB individuals and found that calling and workplace climate were significant predictors 
of job satisfaction; however, the researchers did not examine calling as a moderator. 
Future research may benefit from testing if calling may perform as a protective factor 
against microaggressions within other minority groups at work. 
Additionally, while previous research on calling has acknowledged the presence 
of calling within non-religious individuals (Dik et al., 2014; Duffy, Allan, & Bott, 2011), 
no previous research has explored the possibility of focusing on calling in career 
interventions to assist non-religious clients with work-related concerns. The results of this 
study indicate that increasing calling may have potential as a target for intervention for 
buffering the negative effects of microaggressions toward non-religious individuals 
within the workplace. For example, implementing efforts to increase calling (i.e. 
assessing the importance of transcendent summons, connecting life meaning and work 
meaning, understanding social implications of current work-environment), or helping 
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find and live out their calling in their work, may be a useful tool for helping diverse 
individuals overcome microaggressions and negative work environments, and a number 
of authors have provided suggestions on how to do so (Dik, Duffy, & Eldridge, 2009; 
Dik, Reed, Shimizu, Marsh, & Morse, 2019). Yet, very little research to date has 
examined empirical support for career interventions targeting calling, but what is 
available suggests it is effective (Dik & Steger, 2008). Future research examining the 
effect of calling within other minority groups and within more niche non-religious groups 
will be necessary before implementation of calling as an intervention for minority 
individuals is recommended. 
Taking the established growth of the non-religious populations into consideration, 
counselors can expect to be exposed to more clients identifying as non-religious in the 
future. Because of this, it follows that counselors will need tools appropriate for serving 
these clients’ needs. According to the findings of this research, calling and measurements 
of fit may worthwhile constructs to assess in this specific population.  Specifically, 
counselors with non-religious clients may consider addressing issues of calling to 
mitigate the effect of microaggressions in the workplace. This may include using the 
CVQ to determine if there is a presence or search for calling and identifying which 
specific type of calling may be useful when doing career counseling with non-religious 
individuals or having more intentional conversations about calling with this clientele. 
Further, counselors who choose to use the CVQ or discuss the prevalence of calling with 
the non-religious clients may find it beneficial to focus on the meaning/purpose and 
prosocial motivation components of calling during the intervention as these are more 
relevant to this population than the transcendent summons component. Additionally, the 
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results of this study indicate that perception of P-O fit within the workplace is predictive 
of job satisfaction making it another possibly useful tool when working with non-
religious clients. In sum, future counselors working with non-religious clients may find 
that discussing calling and P-O fit may be an effective way to improve satisfaction at the 
workplace.
  
 
 
Table 1  
Correlations 
        
Variables 1 2 3 4 5 6 7 
1. CVQ-TS .646       
2. CVQ-PW .536** .866      
3. CVQ-PM .364** .625** .840     
4. CVQ total .718** .893** .840** .878    
5. P-O fit  .139 .199** .178** .200** .917   
6. Job satisfaction  .086 .230** .163** .202** .663* .912  
7. MANRIS .006 .002 .119* .056 -.159 -.056 .978 
Mean 5.82 8.02 9.94 23.78 3.14 32.94 54.88 
SD 2.38 3.32 3.35 7.49 .97 10.47 27.96 
Note: ** Correlation is significant at the 0.01 level (2-tailed). Alphas for this sample are listed in the diagonal. CVQ-TS = Calling 
and Vocation Questionnaire - Presence of Transcendent Summons, CVQ-PW = Calling and Vocation Questionnaire - Presence of 
Purposeful work, CVQ-PM = Calling and Vocation Questionnaire - Presence of Prosocial Motivation, P-O fit = Person-
Organization fit questionnaire, MANRIS = Microaggressions Against Non-religious Individuals Scale 
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Figure 1. Proposed Model. 
Note: + denotes hypothesized positive relationship, - denotes hypothesized negative relationship. 
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Figure 2. Post-Hoc Analysis. 
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APPENDIX A – Demographic Form 
Demographic Form 
Please provide the following information about yourself and your household.  
1. Please provide your age:___________ years 
2. What is your Date of Birth:__________________________  (Month, day, year)         
3. Sex:    O  Female          O  Male  
4. What is your Race/Ethnicity? 
o Alaskan Native   
o Black or African American  
o Native Hawaiian 
o American Indian   
o Hispanic/Latino    
o Pacific Islander 
o Asian American   
o White or Caucasian (non-Hispanic)   
o Multicultural/Multiracial 
5. What is your current relationship status? 
o Single/Never married 
o In a committed relationship 
o In a committed relationship AND living together 
o Engaged/married/partnered 
o Divorced/separated 
o Widowed 
6. In what state do you live? ____________ 
7. What is the highest level of education you have completed?  
o Some High School 
o High School Diploma 
o Some College 
o Associate’s Degree 
o Vocational Technology Certificate 
o Bachelor’s Degree 
o Master’s Degree 
o Doctoral Degree 
o Professional Degree 
o other 
8. Please provide the following information for the primary job you currently have. 
9. How long have you been employed in this job? ________years, ______months 
10. How many hours per week, on average, do you work at this job?  ______hours 
11. Are you considered part-time or full-time at this job? _______________________ 
12. Which of the following best describes your current (main) occupational category: 
o agriculture, food and natural resources 
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o architecture and construction 
o arts, audio/video technology and communications 
o business, management and administration 
o education and training 
o finance 
o government and public administration 
o health science 
o hospitality and tourism 
o human services 
o information technology 
o law, public safety, corrections, security 
o manufacturing 
o marketing, sales and service 
o science, technology, engineering, mathematics 
o transportation, distribution and logistics 
o none of the above: _________________________ 
13. What is your total household gross annual income? 
14. Are you enrolled in school currently? 
o Yes  
o No 
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APPENDIX B – Self-identified Non-religious Label 
Self-identified non-religious label 
Which of the following non-religious labels most closely fits your beliefs? 
o Religious – I do believe in God  
o Spiritual non-religious – I do not believe in the traditional God, but I do 
believe in some form of a higher power 
o Agnostic – I’m not sure if there is a God, gods, or a higher power 
o Atheist – I do not believe in God, gods, or any higher power
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APPENDIX C - The Calling and Vocation Questionnaire 
The Calling and Vocation Questionnaire 
Please indicate the degree to which you believe the following statements describe you, 
using the following scale. Please respond with your career as a whole in mind. For 
example, if you are currently working part time in a job that you don’t consider part of 
your career, focus on your career as a whole and not your current job. Try not to respond 
merely as you think you ‘‘should’’ respond; rather, try to be as accurate and as objective 
as possible in evaluating yourself. If any of the questions simply do not seem relevant to 
you, ‘‘1’’ may be the most appropriate answer. 
1 = Not at all true of me   2 = Somewhat true of me  
3 = Mostly true of me   4 = Absolutely true of me 
1. I believe that I have been called to my current line of work.  
2. I’m searching for my calling in my career.  
3. My work helps me live out my life’s purpose.  
4. I am looking for work that will help me live out my life’s purpose.  
5. I am trying to find a career that ultimately makes the world a better place.  
6. I intend to construct a career that will give my life meaning.  
7. I want to find a job that meets some of society’s needs.  
8. I do not believe that a force beyond myself has helped guide me to my career.  
9. The most important aspect of my career is its role in helping to meet the needs of 
others.  
10. I am trying to build a career that benefits society.  
11. I was drawn by something beyond myself to pursue my current line of work.  
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12. Making a difference for others is the primary motivation in my career.  
13. I yearn for a sense of calling in my career.  
14. Eventually, I hope my career will align with my purpose in life.  
15. I see my career as a path to purpose in life.  
16. I am looking for a job where my career clearly benefits others.  
17. My work contributes to the common good.  
18. I am trying to figure out what my calling is in the context of my career.  
19. I’m trying to identify the area of work I was meant to pursue.  
20. My career is an important part of my life’s meaning.  
21. I want to pursue a career that is a good fit with the reason for my existence.  
22. I am always trying to evaluate how beneficial my work is to others.  
23. I am pursuing my current line of work because I believe I have been called to do so.  
24. I try to live out my life purpose when I am at work. 
Scoring instructions (items listed should be summed):  
CVQ-Presence-Transcendent Summons 1, 8-reverse coded, 11, 23  
CVQ-Search-Transcendent Summons 2, 13, 18, 19  
CVQ-Presence-Purposeful Work 3, 15, 20, 24  
CVQ-Search-Purposeful Work 4, 6, 14, 21  
CVQ-Presence-Prosocial Orientation 9, 12, 17, 22  
CVQ-Search-Prosocial Orientation 5, 7, 10, 16  
CVQ-Presence total 1, 3, 8-reverse coded, 9, 11, 12, 15, 17, 20, 22, 23, 24  
CVQ-Search total 2, 4, 5, 6, 7, 10, 13, 14, 16, 18, 19, 21 
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APPENDIX D - Person-Organization fit 
Person-Organization Fit 
Please use the following to scale to indicate the extent to which the values of your 
organization match your own values. 
 
1 = To a very little extent 
2 = To a small extent 
3 = To an average extent 
4 = To a large extent 
5 = to a very large extent 
 
1. To what extent what extent does your organization measure up to the kind of 
organization you were seeking? 
2. To what extent are the values of the organization similar to your own values? 
3. To what extent does the organization fulfill your needs? 
4. To what extent is the organization a good match for you? 
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APPENDIX E - Job Satisfaction 
Job Satisfaction 
Using the following scale, please indicate how closely each statement fits your 
feelings toward your current job on a scale from 1 – 10 with 1 indicating that you 
completely disagree with the statement and 10 indicating that the statement reflects your 
feelings perfectly. 
1 = strongly disagree – 10 = Strongly agree 
1. ''I feel fairly well satisfied with my present job,"  
2. "Most days I am enthusiastic about my work,"  
3. "Each day of work seems like it will never end" (reverse scored),  
4. "I find real enjoyment in my work," and  
5. "I consider my job rather unpleasant" (reverse scored) 
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APPENDIX F - Microaggressions Against Non-religious Individuals Scale 
Microaggressions Against Non-religious Individuals Scale (MANRIS) 
Please indicate how often you have experienced the following in the last 6 months. 
Scale:  
1 = Never 
2 = 1-3 times 
3 = 4-6 times 
4 = 7-9 times 
5 = 10 or more times 
F1: Assumption of Inferiority 
1. Others have assumed that I would be selfish because of my lack of religion 
2. Others have devalued my contributions because of my non-religious background 
3. Others have assumed that I am untrustworthy because of my lack of religion 
4. Others have assumed that I would not be helpful to another person because of my 
lack of religion 
5. Others have assumed I have less valuable things to say because of my lack of 
religion 
6. Others have dismissed my contributions because of my non-religious background 
7. Others have assumed that I would cheat on my work because of my lack of 
religion 
8. Others have assumed that I don’t know right from wrong because of my lack of 
religion 
9. Others have assumed I have no morals because of my lack of religion 
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F2: Denial of Non-religious Prejudice 
1. Others have suggested that I should not complain about non-religious 
discrimination 
2. Others have denied that non-religious people face extra obstacles when compared 
to others 
3. Others have dismissed my experiences as a non-religious individual to be an 
overreaction 
4. Others have suggested that I am too sensitive about discrimination against non-
religious people 
5. Others have told me to not complain about my experiences as a non-religious 
individual 
6. Others have suggested that people do not experience non-religious discrimination 
anymore 
7. Others have suggested that my negative experiences as a non-religious individual 
do not compare to the negative experiences of religious individuals 
F3: Assumptions of Religiosity 
1. Others have assumed that I am religious 
2. Others have assumed I attend places of worship without first asking if I am 
religious 
3. Others have included a blessing or prayer in a public social gathering (e.g., a 
public business meeting) 
4. Others have told me to express thanks to God or Gods for an event 
5. Others have acted surprised that I do not believe in God or Gods 
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F4: Endorsing Non-religious Stereotypes 
1. Others have assumed that all people in my non-religious group are all the same 
2. Others have acted as if all non-religious people are alike 
3. Others have suggested that non-religious people think they are better than 
everyone 
4. Others have suggested that non-religious people are not willing to accept others' 
viewpoints 
5. Others have suggested that non-religious people are self-centered 
6. Others have asked why non-religious people are intolerant 
F5: Pathology of a Non-religious Identity 
1. Others have teased me because of my non-religious identity 
2. Others have made fun of my non-religious identity 
3. Others have made demeaning jokes about my non-religious identity 
4. Others have called me names because of my non-religious identity 
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